Some have argued social capital provides synergy for creative cooperation among employees. Creativity and efficiency have been established as two concepts that oppose each other; however, they are both essential to maintain the competitiveness of an organization. This study investigated the interaction between social capital on organizational creativity and efficiency and examined the links between organizational creativity and efficiency. In addition, it is aimed to provide recommendations based on results regarding the effectiveness of social capital on organizational creativity. In this empirical study, the data on perceptions concerning social capital, organizational creativity and organizational efficiency was gathered by means of a questionnaire completed by 131 managers working in the Turkish Employment Agency. Subsequently, data was analyzed with the SmartPLS software and presented in tables. The findings showed that social capital has an effect on organizational creativity and organizational efficiency. Results also provided support for the effect of organizational creativity on the organizational efficiency.
Introduction
To survive in today's rapidly changing environment, organizations are compelled to continuously re-evaluate their products, services, and their market edge in comparison with other organizations and the emerging trends. In such an environment, creativity and efficiency are vital elements for public and private organizations (Cankar, 2013; Manzoor, 2014; Serrat, 2009) . Organizations increasingly search for ways to improve creativity and efficiency in terms of the performance of individuals (their employees) and the organization as a whole in order to gain and maintain a competitive advantage (Foster & Kaplan, 2011) . Creativity can be defined as "the interaction among aptitude, process, and environment by which an individual or group produces a perceptible product that is both novel and useful as defined within a social context" (Plucker, Beghetto, & Dow, 2004) , and organizational creativity is considered as a function of the creative outputs of its constituents and contextual effects such as organizational culture, rewards, resources (Woodman, Sawyer, & Griffin, 1993) . On the other hand, a creative organization is characterized as "any business entity whose main source of income comes from the production of novel and appropriate ideas, processes, products or services to tackle clients' problems or opportunities identified" (Andriopoulos, 2000, p. 16) . This is reminiscent of Guilford's classic take on creativity where "the creative person has novel ideas. The degree of novelty of which the person is capable, or which he habitually exhibits… can be tested in terms of the frequency of uncommon, yet acceptable, responses to items" (Guilford, 1950) . However, Guilford's wording of "acceptable" has been challenged, considered to be begging the question (Runco & Garrett, 2012 ). Andriopoulos's use of the word "appropriate" may fall under the same criticism. I humbly suggest an alternative word, useful, found in the definition of organizational creativity from Woodman, Sawyer, & Griffin (1993) . These organizations need to encourage their employees to engage creativity (Handzic & Chaimungkalanont, 2004) ; thus, the social environment of the workplace is a factor to be considered (Hennessey & Amabile, 2010) . Chen et al. (2008) examined the impacts of social capital on creativity of people working in R&D project from an intra-team perspective and concluded that social interaction and network ties had significant and positive impacts on the creativity of R&D project teams. Another study (Perry-Smith, 2006) used archival records and Web-based survey data from 109 researchers employed in two laboratories of an applied research institute in the United States. The author reported that the impact of weaker ties in social networks led to lower levels of creativity in the organization (Perry-Smith, 2006) . This is supported by other empirical research, which indicates that better interactions between people in the work environment improve the level of creativity (Hsu & Fan, 2010; Hunter, Bedell, & Mumford, 2007) . Similarly, some studies also found that social capital positively affects creativity (Gu et al., 2014; Shang, Tein, & Lee, 2010) .
Based on the theoretical arguments and empirical findings from the literature, the following hypothesis was formulated in this study:
H1. Social capital has a positive impact on organizational creativity in organizations.
Social capital and organizational efficiency
This study is also concerned with the relationship between social capital and organizational efficiency. Efficiency is defined as "a measure of how productively resources are used to achieve a goal" (Jones & George, 2016, p. 5) . Putnam (1993) defines social capital as including "the features of social organization, such as trust, norms and networks that can improve the efficiency of society by facilitating coordinated actions". In this study, it is suggested that social capital developed through trust, norms and network along with subsequent coordinated actions improves organizational efficiency in the workplace.
It is also considered that social capital has an economic impact by reducing transaction costs; thus, it is important for the efficient functioning of modern economies (Nahapiet & Ghoshal, 1998; Fukuyama, 2001 ) and the optimization of the size of an organization to maximize efficiency (Fukuyama, 1995) . Social capital improves productivity and value development in teams through enabling collaboration among the team members by means of virtual or face-to-face contact. In addition, social capital can be a key element in the transformation of a business from being efficiency-driven to innovation-driven by creating competitive advantages for organizations (Laužikas & Dailydaitė, 2015) .
A number of researchers reported that social capital contributes to efficiency by enabling collaboration between individuals with conflicting interests towards the achievement of increased output and fair distribution (e.g. Brown & Ashman, 1996; Heller, 1996; Knack & Keefer, 1997; Arrow, 2000; Pearson & Carr, 2011) . Although social capital was found to be effective predictors of organizational efficiency, only a few studies (e.g., Nemoto et al., 2011; Nahapiet & Ghoshal, 1998) have examined this issue outside nonWestern countries but there seems to be no study on this subject in Turkey. Having considered the theoretical discussions and empirical findings in the literature, the following hypothesis was developed to test the impact of social capital on organizational efficiency:
H2. Social capital has a positive impact on organizational efficiency in organizations.
Organizational creativity and organizational efficiency
The last component of the study is related to the link between organizational creativity and efficiency. Creative behavior is the generation of novel and useful ideas, and the adoption of others' ideas that are new to the organization and can bring about innovative behavior (Yuan & Woodman, 2010) . Organizational creativity occurs as a group function consisting of the interaction of creative individuals within an organization (Woodman et al., 1993) . Thus, the creative behaviors of individuals and groups determine the level of organizational creativity.
Although some researchers have pointed out that creativity can negatively affect efficiency (James, Clark, & Cropanzano, 1999; Klijn & Tomic, 2010) , Woodman et al. (1993) proposed that "creativity for individuals and organizations -doing something for the first time anywhere or creating new knowledge -represents a dramatic aspect of organizational change that may provide a key to understanding change phenomena and, ultimately, organizational effectiveness and survival." (p. 293). Many researchers investigating the effect of creativity on efficiency in various fields revealed the positive impact of organizational creativity on organizational efficiency in various sectors (Gilson, Mathieu, Shalley, & Ruddy, 2005; Shrivastava, Ivanaj, & Ivanaj, 2012) . Despite the fact that the link between organizational creativity and efficiency has been found in different sectors, public sector seems to be an untapped area of research. Hence, the researchers developed the following hypothesis:
H3. Organizational creativity has a positive impact on organizational efficiency.
Method

Participants
A total of 131 (96 males and 35 female) managers working in the Turkish Employment Agency participated in this study. The Turkish Employment Agency is a public organization serving the needs of labor market in several ways; as employment agency for
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Thinking Skills and Creativity 27 (2018) 92-100 business and job seekers, offering employment opportunities and providing a temporary income support to those who have lost their jobs, and providing free vocational courses aimed to enhance the employability of the unemployed. Initially, 503 managers across the organization were invited to complete the questionnaire. A total of managers completed the survey about their provincial departments of the organization, representing an overall response rate of 26%. The participants from 64 departments (be located in different cities of Turkey) ranged in age from 27 to 55 (M = 41.50, SD = 1.115), with a job tenure from 8 to 26 years (M = 18.20, SD = 1.362), and an educational level from bachelor's degree to master's degree.
Measures
The measurement items were adapted from the related literature. The researchers used a 5-point Likert scale for all the measures. A scale ranging from 1 = strongly disagree to 5 = strongly agree was used to measure social capital and organizational creativity. However, organizational efficiency was measured by a scale ranging from 1 = very weak to 5 = very good. The measured items are outlined below.
Social capital
This study assessed social capital as an overall element. There were nine items adapted from Liu (2013), Tsai & Ghoshal (1998) , and Yli-Renko, Erkko Autio, & Sapienza (2001) used to measure the social capital. Examples of the items are: "People in our unit are enthusiastic about pursuing the collective goals and mission of the whole organization," "Our unit shares the same ambitions and vision with other units in the workplace," "I maintain close social relationships with my colleagues," "In this relationship, both sides avoid making demands that can seriously damage the interests of the other colleagues," and "my colleagues always keep their promises to me". For this scale, Cronbach's alpha was .92, internal consistency reliability was .93, which is above the suggested value of .70. Also, a common measure to establish convergent validity on the construct level is the average variance extracted (AVE) value. AVE for this study was .60, which is higher than the recommended value of 0.50 (Field, 2009; Hair, Hult, Ringle, & Sarstedt, 2014) .
Organizational creativity
Organizational creativity was measured by ten items. Seven of the items were adapted from Zhou & George (2001) , and the remaining three items were adapted from Scott & Bruce (1994) . Examples of the items are: New technologies, processes, techniques, and/or product ideas are researched in my organization, to increase quality, new ways are suggested in my organization, I am not afraid to take risks in my organization, and promote and champions ideas to other. Organizational creativity was evaluated by the participant managers who were familiar with practices in the agency departments, and the work behavior in the creativity and idea generation of their superiors and subordinates. Cronbach's alpha, internal consistency reliability and AVE were .93, .94, and .62 respectively.
Organizational efficiency
The scale to determine organizational efficiency consisted of ten items measuring variables, as utilization of financial and manpower resources, readiness to unexpected developments, cost of services, the quality of services in point of speed, punctuality, and responsiveness to customer demands and customer satisfaction. which were adapted from Atiyyah (1999) . The respondents were asked to assess their organization in terms of efficiency during the last three years under the following items: Utilization of manpower, improvement in work methods, techniques and procedures in the past three years, development of competencies and skills of personnel during the past three years, expansion of services achieved in the past three years, improvement in the quality of services during the past three years, speed of providing services, punctuality in providing services, responsiveness to clients' needs, utilization of available resources, and cost of services. Cronbach's alpha, internal consistency, and AVE of the construct were .90, .92 and .52, respectively.
Procedure
The Turkish Employment Agency held a meeting concerning a promotion exam with 503 managers with 8 years or more job tenure. The researcher was given permission to attend the meeting to deliver the questionnaires. The purpose of the study was clearly explained to the managers and their consent to participate in this study was obtained from all the individuals. Participation was voluntary and the participants were assured that their individual results would never be shared with their organization. The printed questionnaires were distributed to the participants. The questionnaires contained demographic questions, measures assessing managers' perceptions of social capital, organizational creativity, and the degree of organizational efficiency. The completed questionnaires were collected from the participants after two weeks.
Results
The partial least squares structural equation modeling (PLS-SEM) technique was used for the data analysis. PLS-SEM is referred to as a second-generation statistical method (Hair et al., 2014) , suitable for large and small sample sizes and was considered as a reasonable choice for this analysis since it models and validates predictive models (Chin, 2010) . The specific software tool used was SmartPLS 2.0.M3 developed by Ringle et al. (2006) . In addition, to compute the means and standard deviations of variables, SPSS 16 software program was utilized. AVEs for all measures and shows all the variables at various significant levels and positive correlations with each other. Organizational efficiency and social capital were significantly and positively correlated with organizational creativity (r = .53, p = .007; r = .52, p = .004, respectively). Social capital reflected significant and the highest positive correlation with organizational efficiency (r = .59, p < .001). The correlation analysis gives preliminary support for the research hypotheses. The PLS approach supports two assessment models for the PLS-SEM results; the evaluation of (a) the measurement model and (b) the structural model. The bootstrapping technique is used for significant testing of coefficients in the formative measurement model and the blindfolding technique is used for the significant testing of the path model coefficients in the structural model.
Evaluation of the measurement model
This method is used to provide information about the psychometric properties of a model in terms of internal consistency reliability, convergent validity, and discriminant validity. The internal consistency of the data measures is verified when the composite reliability of each measure in a scale is above .70 (Hair et al., 2014; Nunnally & Bernstein, 1994) . The internal consistency reliability of all the measures was supported with acceptable values in both the Cronbach's alpha range from .90 to .93, and the composite reliabilities ranging from .92 to .94 and they are indicated individually for each measure. Table 1 also shows the test results relating to the discriminant validity of the measurement scales. The elements in parentheses in the matrix diagonals representing the square roots of the AVEs are greater in all cases than the off-diagonal elements in their corresponding row and column. This result provides support for the discriminant validity of the scales. In general, the psychometric tests properties of all the constructs used in this study are more than adequate. This method is known as Fornell and Larcker Criterion (Fornell & Larcker, 1981) and more conservative approach to assessing discriminant validity (Hair et al., 2014) .
Convergent validity is assured when each construct has an average variance extracted (AVE) of at least .50 (Fornell & Larcker, 1981) . This means that an indicator's outer loading should be above .708 since that number squared (.708 2 ) equals .50, however, in most instances, .60 is considered an acceptable level (Hair et al., 2014; Hulland, 1999) . In this study, the AVE values ranged from .52 to. 63 and Table 2 shows that the factor loadings and cross loadings of all indicator items ranged from .62 to .87, and more highly on their respective construct than on any other construct. This result supported the convergent validity of the scales. Discriminant validity is established when the loading of an indicator on a construct is higher than all of its cross loadings with other constructs (Hair et al., 2014) . Factor loadings and crossloadings are shown in Table 2 with the loaded items shown in bold and related to their respective construct.
Evaluation of the structural model
This model consists of the beta values of path coefficient (β), the Squared R (R 2 ), and t-Values. Beta values indicate the direct influences of the predictor upon the predicted latent constructs. The Squared R value represents the combined effects of the exogenous latent variables on the endogenous latent variable, and explains the percentage of a construct's variance in the model. The hypotheses of the study were tested by considering path significance, estimated through t-test values. Fig. 1 shows the results of the structural model. The results indicated that social capital (SC) had a significant and positive impact on organizational creativity (β = .52, p < .001), supporting H1. The results also revealed that organizational creativity (OC) and social capital (SC) had a significant and positive effect on organizational efficiency (β = .28, p < .001; β = .45, p < .001, respectively). Thus, H2 and H3 were supported. All the preceding constructs together explained 41% of the variance in the dependent construct: Table 3 shows the results of the structural model, where the beta values of the path coefficients indicate the direct influences of predictor upon the predicted latent constructs. According to the results, social capital positively influences organizational creativity and efficiency. Result also indicates that organizational creativity has a positive effect on organizational efficiency, thus supporting the related hypotheses (H1, H2 and H3).
Conclusion
This study aimed to investigate the interaction between social capital on organizational creativity and efficiency, and the link between organizational creativity and organizational efficiency in a public organization in Turkey.
The results showed that social capital has a positive effect on organizational creativity, supporting first hypothesis (H1). This The elements in parentheses and in the matrix diagonals are the square root of AVEs (SRAVE). Note: The curved arrow indicates the added impact of the variable social capital and organizational creativity path on organizational efficiency.
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Thinking Skills and Creativity 27 (2018) 92-100 result provides support for the theoretical arguments in the literature (Amabile et al., 1996; Liu, 2013) and previous empirical findings (Gu, Zhang, & Liu, 2014; Shang et al., 2010) . As argued and reported in several studies, social capital is an important organizational phenomenon, affecting several organizational dynamics and outcomes including organizational creativity as found in this study. Based on these findings, it can be stated that social capital is an important construct for public organizations to consider when desiring to improve organizational creativity. Thus, public organizations need to take into account the importance of social capital and ensure that all the policies and practices are in place to develop and enhance social capital. They also need to understand the dynamics of social capital and eliminate all the barriers that would be detrimental to the development of social capital.
Another result from the current research revealed that social capital is positively related to organizational efficiency as stated in the second hypothesis (H2). Similar to the previous finding, this result also supports the theoretical arguments (Fukuyama, 2001; Nahapiet & Ghoshal, 1998) and empirical findings (Arrow, 2000; Nemoto et al., 2011; Pearson & Carr, 2011) . Although there is a large amount of empirical research regarding the link between social capital and organizational creativity, most of the work relates to western countries, (Chang et al., 2010; Chen et al., 2008) . This research correctly highlights two gaps in the literature, (1) the relationship between social capital and organizational efficiency in non-western countries, and (2) the relationship between organizational creativity and organizational efficiency in the public sector. However, the distinction made by the paper between these four areas (western countries and non-western countries, public and private organizations) should hold throughout the implications of the data analysis. The gaps in the literature that this study addresses should then be (1) the relationship between social capital and organizational efficiency in non-western countries within the public sector, and (2) the relationship between organizational creativity and organizational efficiency in the public sector within non-western countries.
As pointed out earlier, public organizations need to understand and examine this concept and its dynamics and establish effective strategies to cultivate social capital. They also need to effectively capitalize on social capital, considering its effect on organizational creativity and efficient as reported in this study.
Finally, the result related to the last hypothesis (H3) indicates that organizational creativity has a positive connection with organizational efficiency. This finding provides support for the theoretical discussion (Edwards, 2001; Hindo, 2007) and empirical findings (Ma et al., 2014) . As pointed out above, despite several studies exploring the link between organizational creativity and efficiency in various sectors, previous research has neglected the public sector. Therefore, this study has made an important contribution to the literature by providing empirical evidence from a public organization. Similar to the empirical finding from different sectors, this study also reached the same conclusion that organizational creativity is necessary for both private and public organizations in order for them to achieve their objective efficiently and effectively and better serve their customers. As a public organization to fulfil their tasks and responsibilities, employment agencies need to be creative to improve performance outcomes such as efficiency. They need to put all necessary policies, practices and successfully implement them to create an organization where creativity can be realized in all aspects of their activities and services. Our finding shows that social capital is a decisive construct for organizations in general and public organizations in particular.
The current study has some limitations that need to be taken into account when evaluating the results. One limitation is that the participants in this study come from one organization that restricts us to generalize the findings; therefore, further studies should be conducted with other public organizations and this research could include other organizational outcomes other than efficiency. In terms of common-method biases inherent in this type of research, the researchers took certain measures. In accordance with the work of Podsakoff et al. (2003) , the researchers ensured that the participants had sufficient information on the front page of the questionnaire regarding the confidentiality of their individual responses. In order to reduce the participant's concern about being evaluated, they were assured that there was no right or wrong answers to the questions in the questionnaire.
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